DATE: August 24, 2001
TO: Agency Personnd Adminigirators

FROM: Jeffrey C. Schutt
Director, Human Resource Services

SUBJECT:  Implementation of System Changes, JEL 02-1

The system changes, made as a result of the Teacher consolidation study, are indicated on the
accompanying chart and are gpproved for implementation.

The effective date for each changeis September 1, 2001, asindicated on the attached " Summary of System
Changes' chart. The Teacher and Teacher Aide classdescriptionsareincluded with thisletter. Information
will be available on the web site below on September 1.
http://www.gtate.co.us/gov_dir/gsshr/groups/jesgi.html.

Please provide thisinformation to gppointing authorities, directly affected employees, and any othersinyour
agency who may need thisinformation.

If you have any questions, please contact Job Evauation and Compensation at 303-866-2455.

Attachment



SUMMARY OF SYSTEM CHANGES
JE Letter # 02-1
Date of Letter: September 1, 2001

Job Evaluation and Compensation

* P = proposed; F =final (only Fisto be entered into EMPL and ADS)

P CD Changes Current Class New Class Occ Group Grade Pay Diff. Effective

Ei New | Rev Abol Code Title (limit 25 characters) Code Title (limit 25 characters) From To From To From To pae
F X JIA1*B Teacher | nc nc T nc J26 nc nc 9101
F X JIA1*C Teacher | nc nc T nc J28 nc nc 9/1/01
F X JIA1*D Teacher | nc nc T nc J31 nc nc 9/1/01
F X JIAT*E Teacher | nc nc T nc J33 nc nc 9/1/01
F X JIAL*F Teacher | nc nc T nc J38 nc nc 9/1/01
F X JIA1*H Teacher | nc nc T nc J26 nc nc 9/1/01
F X JIAT* Teacher | nc nc T nc J28 nc nc 9/1/01
F X J1IA1*] Teacher | nc nc T nc J31 nc nc 9/1/01
F X JIA1*K Teacher | nc nc T nc J33 nc nc 9/1/01
F X JIAT*L Teacher | nc nc T nc J38 nc nc 9/1/01
F X JIA2*A Teacher 1 nc nc T nc J38 nc nc 9/1/01
F X JIA2*G Teacher 1 nc nc T nc J38 nc nc 9/1/01
F X JIA3*A Teacher 11 nc nc T nc a2 nc nc 9/1/01
F X JIA3*G Teacher 11 nc nc T nc A2 nc nc 9/1/01
F X J2A1IXX Teacher Aide nc nc T nc J10 nc nc 9/1/01

ISSUING AUTHORITY: Colorado Department of Personnel/General Support Services Rev. 11/96



SYSTEM MAINTENANCE STUDY

NARRATIVE REPORT -- FINAL CHANGES

TEACHERSAND CHILDHOOD EDUCATORS

Class Codes J1IA1** - J1IA3** and J2A1XX and C2C1TX - C2C3XX
Conducted Fiscal Year 2001-2002
BACKGROUND AND PURPOSE OF STUDY

This sysem-wide study is part of the Department of Personnel/Genera Support Services (heregfter the
department) statutory respongbility, CRS 24-50-104(1)(b), for maintaining and revisng the system of
classescovering dl positionsin the state personnd system. Such maintenance may indudetheassgnment of
appropriate pay grades that reflect prevailing wage as mandated by CRS 24-50-104(1)(a). These class
serieswere lagt studied in 1992-3 when the Job Evaluation System Redesign Project was accomplished.

The department initiated this study after severd years of employee questions and issues on minimum
qudifications and the basis for advancement to higher levelsin the Teacher | classes. Following amesting
with personnel representatives of the two mgjor users, Department of Corrections (DOC) and Department
of Human Services (DHS), the department decided to do a complete review of al aspects of the teacher
occupationd group. This decison was dso driven by the system-wide consolidetion efforts of the
department for the other occupationa groups. The pending implementation of the performance pay system
replacing anniversary increases was so a motivating factor to study this group. As aresult of another
concurrent system consolidation study, the Hedlth Care Services (HCS) occupationd group, the Early
Childhood Educator series of three classeswasidentified asacandidate for movement into the Teacher (T)
Occupationa Group.

One topic that was outside the scope of this study was the change in pay grade maximums caused by the
delay and program changes associated with the state's performance pay system. Those changes were
covered as part of the annua sdary survey process and were presented in the December 2000 Tota

Compensation Survey Report.



METHODOLOGY

The Teacher sudy was announced on the Human Resource Services (HRS) website in late August 2000
and the September Advisor dso contained an article announcing the sudy. The user agency HR

Adminigrators had earlier been asked to identify study group representatives to the Job
Evduation/Compensation Unit. Only the primary user agencies, DHS and DOC dected to have full-time
representatives on the study group. Both agenciesdesignated one HR specidist and one or more academic
and vocationa subject matter experts for the sudy. The study chair recruited licensing and credentiding
advisorsfrom the Colorado Department of Education (State teacher licensing authority) and the Community
Colleges of Colorado (CC of C) (vocationd credentiding authority). Additionaly, thechair asked for an
advisor on minimum qudificationsfrom the Sdlection System Management staff to participatein part of the

study.

The study group assembled mid- September 2000 to establish the study objectives and then approximately
every two weeks through mid-May 2001. As part of the study plan, the group el ected to conduct two
open forums in February 2001 to gather further input on issues and dternative solutions from teaching
employeesin the personnd system and from employee organi zations.

For communication, the chair furnished working notes from al meetings to the sudy group members.
Additiondly, one purpose of the two open forums was to communicate with employees o they knew the
purpose and objectives of this system maintenance study as well asto provide input to the study group.

Demographics of the occupationd group: The Teacher Aide class conssts of 44 positionsand isused by
four departments, including two higher education agencies. The Teacher dlass, with goproximately 246
positions, is primarily used in the Department of Corrections and Department of Human Services Y outh
Corrections. In addition, there are two pogitions at the University of Colorado Hedlth Sciences Center.
DOC has over 70% of the postionsin this class with expected future growth due to the expanding prison
populations over the next few years. Thethree Early Childhood Educator classes (78 positions) are used
only in higher educetion child care facilities.

Prior to the study, the Teacher Occupationa Group consisted of four classes of work. The Teacher | class
had five different pay academic achievement levels (hereinafter referred to aslanes) for both academic and
vocationd postions,; and the Teacher |1 and I11 classes had two different pay lanesfor both academic and
vocaiond pogtions. Higoricdly, theselaneshave been used in the state personne system and by dl public
school didtricts statewide for both academic and vocationa teachers.

The Teacher classes turnover rateswere examined and the data showed that the FY 99 statewide rate was
approximately 10.3% and increased to 15.9% in FY00. Thisis consstent with the agency reports on
increasing difficulties in recruiting replacements. Thisis dso confirmed by the licensing and credentiaing
authorities reporting an increase in the number of emergency requests for a license or a vocaiond

credential. Thiswasjudged asagenera lack of fully quaified teechersinthelabor market. Thesefactsare



aso consstent with the state's reported low unemployment and deficiency of quaified applicants across
most occupations.

The co-chairs of the study visted a sample of six school didricts dong the Front Range to gather specific
information on topics to vaidate reported sdary and benefit levels and to obtain information on hiring,
retention, promotion, and other contractud practices typicaly used by public school digtricts. The Six
didricts visted were: Buena Vida, Canon City, Denver, Douglas County, Littleton, and Widefied
(Colorado Springs). These represented both large and smdl and rurd and urban areas. All except one
have collective bargaining agreements. Four of the six have vocationd programs. Information was aso
collected on any performance measures or standards used and copies of these were furnished to the two

magor departments participating in the study.

Following information gathering and discussions on issues and potentia solutions, the study group scheduled
two open forum meetings with employees, supervisors, and employee organizations. One was held in
Canon City at the DOC Training Academy and the other at Fort Logan to be teleconferenced to three
remote Sites. Approximately 55 attended the Canon City forum and 13 attended the Fort Logan session.
Unfortunately, two of the three teleconferencing sites were unable to participate due to video and audio
difficulties and the third site experienced margind audio reception.

Following thetwo forums, the study group reviewed theissues and idess presented and incorporated some
of those into the study process. The mgority of the issues presented at the Canon City sesson were
agency-level issues that cannot be resolved by this system maintenance study. The DOC representatives
have undertaken a separate initiative tomeet further with their teacher employeesto address some of those
issues.

Agency-specificissueswereidentified during the course of thisstudy and are presented in thisnarrative only
for the purposes of documentation because they arise from agency management's discretion to apply
personnd system rules, procedures, and guidelines. Those identified were: the non-typicd working
environment experienced by many state personnd system teachers (e.g., locked facilities, threets of
violence), non-use of theexisting Teacher 11 classin one agency’ sorganizationd structure; the decision by
one agency to maintain ateacher’s sdlary instead of offering an immediate increase upon devation to the
next higher academic achievement leve or lane (eg., from aBachelor’ sdegree to aBachel or'sdegree plus
20 hours); the assignment of additiond dutiesto teacherswithout additiona compensation; teachers being
supervised by nortteacher positions, previous work experience outsde of the state system not being
conddered when stting the initid hire sdary; teaching and correctiond security experience not counting
towards the experience requirements of non-teacher postionsin higher cdlassesinthe personnel system; and,
the increasing use of contract teachers performing Smilar dutiesat different compensation levels. Because
these decisions rest with agency gppointing authorities, they are outsde the scope of this study and no
recommendations will be made related to them.



ISSUES AND FINDINGS

Teacher Aideclass

The study group found no substantiveissues or concernswith thesingle Teacher Aideclass. Ingenerd, this
class is used by some agencies for short periods of time while graduate teachers are obtaining the
appropriate license or credentid. The single biggest user, the Colorado School for the Deaf and Blind
(Department of Education), hasfound the class concepts, factor levels, and pay gradessufficient. Therefore,
other than updates to the minimum qudifications (class profile) for current terminology and minor re-
wording, there are no changes being recommended to this class.

Teacher | class

The study team identified five broad issues with this class. number of lanes needed and judtified; basis of
movement from onelaneto the next; basisfor determining gppropriate sdary grades, apotentia need for an
intermediatework leader class; and the equivaency of vocationd experience (credentiaed) to the academic
license and advanced degrees.

USE OF ACADEMIC ACHIEVEMENT LANES: TheTeacher classesinthe sate personnel sysemare
uniquein that they arethe only onesthat have increased level's of compensation based on earning additiond
college credit hours and degrees up through a doctorate. These additiond levels are a long-standing
practice in every school digtrict inthe state. For purposes of this study and narrative, wewill refer to these
higher levels as "lanes’, in order to avoid confusion with the use of levelsin referring to separate classes.
Thisissueincludesthe questions of whether the Sate personnel system should continue using lanes, inlight of
the impending statewide implementation of the performance pay system, and whether the exigting lanesare
appropriately spaced.

Three congderations arose on whether or not to keep the lanes. The first condderation is the pay

philosophy of the state to compensate employees based on the prevailing market. The study team found
that the teacher pay levelsare comparableto the prevailing market. The study team reviewed the prevailing
practices of other organizations employing teachers. They found that, without exception, dl public school

digtricts throughout the State utilize lanes to define their pay grids. While the spacing between the lanes
varies ggnificantly between school districtsand theranges of pay vary greetly, they dl maintain theselanes
and have no plans to diminate them. Furthermore, from the Department of Corrections perspective,

keeping this practice would probably keep them in compliance with their American Correctiond

Association (ACA) stlandard for having " Academic and vocationa personne policiesand practicesthat are
comparabletolocd jurisdictionsor other gppropriatejurisdictions.” Whiledeviating froman ACA standard
isnot necessaxily criticd, it should carry someweight in reaching aconcluson onthisissue. Whilethe State
of Colorado is gtatutorily required to pay a prevailing levels, specific pay practices are determined by the
State Personnd Director in the best interests of the state as an employer.



The second condderation isthe number of lanes needed in the Sate system for teachers. The study group
found that the number of lanes range from four to seventeen satewide. Thewidth of the pay rangeinthese
lanesd o varies greatly, from 6% to 108%. With these wide variances, the department'shistorical practice
for many years hasbeen to pick the most commonly used lanes. Hence, the present grid containsfivelanes:

Bachelor's (BA), Bachelor's plus 20 hours (BA+20), Master's (MA), Master's plus 20 hours (MA+20),
and Doctorate (PhD). A credit hour asused in this narrative equatesto asemester hour. An analysisof the
lanes used by schoal digtrictsin the 20 county Front Range areashowed that this practice should continue.
During the vidts to the six representative school didricts by the study co-leaders, each district was
specifically asked what the basis was for the number and credit-hour designation. None of the digtricts
could offer arationae, other than “that'sthe way weve dways split them.” All school didtrictsusethe BA,
MA, and PhD.

Upon further review, the study group found that the typicd number of semester credit hours required to
advance from a Bachelor's to a Magter's is 32 to 40 hours. The study group concluded that it seemed
cong stent to keep theintermediate pay lanes gpproximatdy half-way betweenthedegreelevels. Therefore,
the recommendation of the study groupisto retain the present lane designations at the BA+20 and MA+20
credit hours.

With the advent of performance pay for dl state employees, aninitid reaction of the sudy team wasthat the
continued use of these lanes and future pay increases based on performance areincompatible. 1nthe padt,
the higher paying laneswere achieved through gaining additiona credit hoursand degrees. Thestudy group
could not identify any Stuationswherethese higher pay lanesweretied to any increased work responsibility
or increased productivity by the individua teacher. The most typica response to the question posed was
that "It is assumed that the employee becomes a better teacher by getting additiona college credits and
degrees."

Upon further andysis and discussion, the study group decided that the two might be used in concert with
each other. Under the state's performance pay system, individua departmentsare dlowed to develop their
own performance measures, in addition to the statewide core competencies. The study group envisioned
that departments could, and should, relateincreased measures of teaching competenciesfor teachersat the
higher sdary lanes. For example, an employee in the MA+20 lane would have a performance standard
(measure) at a higher leve than another teacher in alower lane using the same type metric. Thiswould
ensurethat the sate receivesincreased vauefromitshigher (lane) paid teachersunder the performance pay
system. This concept supports a basic tenet of performance pay in linking increased pay to levels of
performance; however, with the newness of the performance pay system, experience with the above
concept may prove or disprove its compatibility.

The find part of this issue was the judtification for the fifth or PhD lane. The issue arose as to whether
departments needed a PhD level in their academic programs that are mainly oriented towards the GED
leve, particularly in inmate settings as opposed to preparing students for college. When this subject was
presented at the open forums, mixed responseswerereceived. While somefdt thelane was unnecessary,
the generd opinion was that Snce some academic subjects in an isolated program may judtify the PhD, it
would be unwiseto diminate the lane when some supervisors could foresee apotential need for itinayouth



corrections treatment setting. Hence, the sudy team recommends that the PhD lane be retained. When
faced with a cost/benefit analys's, departments are encouraged to use the higher performance measures as
discussed in the preceding paragraph.

MOVEMENT TO HIGHER LANES: This issue was raised by severad employees and the study team
decided to andyze the present structure. Presently, teacher employees moveto the higher lane when they
achieve the necessary degreg/credits required in the class profile (minimum qudifications). Per the
department's statewide policy, this upward movement is accomplished with or without asdary increase as
long astheir new sdary isat or abovethe minimum for the new grade. Thisupward movement, based solely
on ahigher degree, iscontrary to other personnel system upward movementswhere apromotion equatesto
aclass of work requiring higher-level duties, concepts, and factors. Thisis not the case for the Teacher
classes. Movement occurs upon reaching the higher degree or number of additiona credit hours. Thestudy
group examined this practice in deciding whether to continue or modify it to conform to other classesinthe
dtate personnd system.

Thisissue was discussed with the six school districts. Without exception, they dl reported that their teechers
were moved to the higher lane when the didtrict vaidated the required number of credits or advanced
degree had been obtained. Other school didtricts reportedly follow this practice. The movement to the
higher lane did not necessarily entall higher-level duties or respongbilities  The effective date of the
movement did vary by school digtrict, with most effective the next pay period after the credits or degree
were vaidated by human resourcesin the digtrict office. The amount of increase varies by school district
depending upon the percentage distance to the next higher lane; however, the prevailing practice was to
increase their actud pay upon this movement. A few did not become effective until the following year's
contract renewa. While not formally documented, school digtricts reported that they did expect that the
added credit hours or degree produce better, more effectiveteachers. Therefore, dthough the study group
does not recommend achangein this practice of upward movement upon completing the added creditsor a
degree, the group does recommend that departments include greater expectations in the performance of

higher-level teachers as part of their yearly plansand evauations. Furthermore, the additiona creditsor a
degree shoud be reated to the teaching assgnment as stated in the class profiles (minimum qudifications).

A rdated issue was one agency's concern about the high cost of teachers salaries compared to other
employees in the same work units. Specificaly, a few teacher salaries exceed those of some deputy
wardens. The compensation staff of the department reviewed the sdary levels of the Teacher | classes.
Because the annua sdary survey includesdmogt dl of the school didtrictsin our prevailing market (Front
Range), the sdary levels have been maintained very close to the market. Last year's survey continues to
reflect that teecher sdlaries are gppropriateto our prevailing market. Thisissueisaninterna equity onethat
arises when one higher-paid occupation is employed in afacility with many lower-paid employees. The
sdary levels are gppropriate to each type of occupation from the department's perspective as they reflect
market differences, and the study group does not recommend any changes.

SALARY SETTING PROCESS: The study group received comments on the perceived inequity in the
sdary levels for the gate's year-round teachers versus the typical nine-month school district contracted
teachers. Somefelt that the conversion ratio was not accurate and did not reflect differences between the



two types of teaching jobs. Higtorically, the salary survey process uses the monthly Colorado Education
Association (CEA) sdary reports asthe monthly sdlary for state teachers on afull FTE basis (2080 hours
per year). Thismonthly salary comparison wasjudged gppropriate even though the average school district
teacher contract isfor 180 days, 15 days short of anormal nine-month average of 195 workdays, by the
gate's caculation. The rationae behind this" comparability” wastheat the overwhe ming mgority of school
digtrict teachers take work home on evenings and weekends, while state teachers reportedly do not, and
that makes up the difference in the number of days. Further comparisons of benefits showed that these
were al'so comparable. The department judged that the current monthly cal culation remains gppropriate.

ADDITIONAL CLASS OR LEVEL: One agency requested that the study review the need for an

additiona class between Teacher | and Teacher |1. Some employeesfed that Teacher Iswerebeing asked
to perform duties beyond the concept for the Teacher | classand there should beahigher-leve dasswhich
recognizesthosetype of extraduties. These added duties aretypicaly adminigtrative such asaleadrolein
new teaching programs, budgetary and planning respongbilities, etc. After discussion, the study group
decided that thisissuewas partly caused by that specific agency's decisonto not usethe Teacher 11 classin
their facilities. The sudy group felt that some of the duties covered by the existing |1 class were the ones
being placed on Teacher | assgnments and that this was a conscious management decision by one agency
within their authority on how to make assgnments. The study group decided not to create another class
when one agency is not using the full spectrum of current classes.

While the study group recognizes agency management's authority to make decisons on job assgnments,
they bdlievethat agency management should re-evauatether decison asthe study group findsthissituation
inharmonious with the intended use of the job evduation system. If that decison stands, then the study
group recommends that management use their performance pay program to address the employees
concerns about the added assignments.

ACADEMIC AND VOCATIONAL EQUIVALENCY: This issue concerns the equivdency of the
academic and vocationd levels used for higher pay grades. Presently the class profiles (minimum
qudifications) for both typesin the Teacher | class are:

Academic Specialty Area gr?l/de Vocational Specialty Area
I-B Bachdor's J26 I-H Experience-based credentia and/or college credits
I-C Bachdor's plus 20 hours | J28 I-1  Experience-based credentia plus 20 hours of college
I-D Madgter's J31 I-J  Experience-based credentia plus 40 hours of college
I-E Master's plus 20 hours 3 I-K  Experience-based credential and Bachelor's degree
plus 20 hours
I-F Doctorate J38 I-L  Experience-based credential plus Master's degree

Severd teachers have raised the issue that the vocational experience and credits/degree should, a some
point, beleveled with the degree and creditson the academic Sde. Someemployeesbelieveitisinequitable




to pay a vocational teacher with a Master's degree seven pay grades (17%%%) more than the academic
teacher with aMaster's, and that the two should be equivalent at this point.

In response, the co-chair contacted the vocationa credentialing agency, Community Collegesof Colorado
(CCof C), asreportedly there was a previous sudy done by Colorado State University in the 1990s that
discussed thisissue and presented some conclusions asto their findings. However, this study could not be
located nor were there any materia srelated to the sudied equivaency. Thestudy group andyzed thebasis
for granting the vocationa credentia and found that generdly the credentid for a technicd, trade, or

industrid education requires 10,000 hours of work experience. Based on the aurrent credentiding

standards manual, July 2000, either aBachelor's degree or 10,000 hours of occupational work experience
auffice for some credentias used by the state's vocationd programs.

In conclusion, the study group decided to leave the requirements asthey exist asthispracticeis cong stent
with CC of C stlandards. The study group did recommend that the definitions be re-worded to reflect this
assumption and the above chart depicts those definitions (e.g., experience-based credentid plus).

Teacher |l class

After discussng the non-use of thisclass by one agency, the study group found no changes necessary, other
than minor word changesto darify sentencesin the dass description. The revised minimum qudifications
with current terminology are being proposed concurrently with this studly.

Teacher |1l class

Other than updating the minimum qualifications with the current terminology and some minor word changes
in the class description, the study group found no changes necessary.

Broadbanding

Because the department is exploring the viability of broadbanding its pay ranges, the co-chairsbriefed the
study group on the concept. Broadbanding involvesthe placement of severd levels of pay rangesinto one
broad standard pay range and individual managers make compensation decisions within that broad band.
Thetwo mgor agencies using the Teacher serieswerenot in favor of broadbanding at thistimefor severa
reasons related to administrative needs. One agency reported that they like the present structure as it
provides the right balance of limits yet dlows sufficient agency discretion within those boundaries. From
their perspective, reducing those boundaries would require more management time to administer pay than
what isjustified. They saw no advantages to broadbanding.

The other agency saw the unstructured broadband as being too easy to manipulate and might cregte
inequitiesbetween facilitiesfor smilar work. They further reasoned that it would require extensive manager
traning to enable them to administer the pay of employees in up to 15 different educationd programs.
Broadbanding of the Teacher classesis not recommended at thistime.



Childhood Educator classes

Concurrent with this study, the Hedth Care Services (HCS) Consolidation study was underway. Part of
that group's recommendation was that the Early Childhood Educator class series be moved from HCSto
the more gppropriate Teacher's occupationad group. Input from the user agencies was requested but only
two of the nine responded. One no longer uses the class series and the other raised an issue with the low
wagesfor thefirst leve inthe series. The Teacher study group reviewed the class concepts and factorsand
found them to be current and appropriate. Because the Early Childhood Educator seriesisconsidered to
be unlicensed teaching in apre-dementary setting, the sudy group concluded that the Teacher occupationd
group isthe most gppropriate and recommendsthe series be moved to the Teacher group effective 7/1/02.

Aswith any system maintenance study, salary was reviewed to determine the proper grades. One match
for the Childhood Educator | class was found in the most recent February 2001 Mountain States
Employers Council's Parks & Recreation Survey. However, the survey only representsthree employers
with 12 employees and is insufficient to determine pay grades. The department also found amatch inthe
March 31, 2001, College and Universty Personnd Association's (CUPA)  Mid-Leve

Adminigrative/Professona Sdary Survey. Because that is national survey data, it was not usable to set
sdaries in Colorado as no other matched class could be found as a relaionship indexer. Staff dso

investigated other sources of sdlary information aong the Front Range. One sourcewasachild carereferra

agency, Colorado Office of Resource and Referral Agencies (CORRA), that had participated in research
on childcare satigticsa ong the Front Range during 2000. Some sdary information was presented, but only
on average wages paid. While theinformation is useful in knowing current average wages being paid, the
report does not have structura pay range data needed to set apay grade.

With insufficient sdary information and the concern on low sdary levels, the sudy group recommends that
the department conduct a specid, direct supplemental survey of the mgor child care employers dong the
Front Range in order to make appropriate recommendations before this sudy isimplemented on 7/1/02.

CRS 24-50-104(4)(a) requires the department to meet and confer with management and employee
representatives and the Tota Compensation Advisory Council (TCAC) on the selection and utilization of
surveys before they are conducted. This provison gpplies to any direct, supplementa surveysthat are
conducted as part of the system maintenance study. This will be accomplished prior to conducting the
supplementa survey on the Early Childhood Educator classes.

RESULTS

The results of this sudy are the dightly re-worded Teacher Aide and Teacher class descriptions and the
movement of the Early Childhood Educator seriesfrom HCSto the Teacher Occupationa Group. Whileno
sgnificant changes are made to theteacher classes, thisstudy does validate and document the existing basis
for setting teecher sdaries. A supplemental sdary survey of the Early Childhood Educator series will be
conducted in FY 01-02.

MEET AND CONFER ON PROPOSED RESULTS



CRS 24-50-104(1)(b) requiresthe department to meet and confer with affected employeesand employee
organizations, if requested, regarding the proposed changes before they are implemented as find. This
officid notice of proposed changes had adeadline of July 10, 2001, by which al "meet and confer” activity
must have been concluded. In an effort to proactively facilitate this process, three public meetings were
scheduled:

6/27/01 Children’s Auditorium, Ft. Logan, Denver 1:30 p.m.
6/29/01 DOC Training Academy, Canon City 10:00 am.
7/6/01 Grand Mesa Y outh Svs Ctr, 360 28 Road, Grand Junction ~ 11:00 am.

Results of M eet and Confer on System Changes

At the scheduled mestings, 12 employees/organizations attended the Ft. Logan session; 34 attended the
Canon City session, and eight attended the Grand Mesasesson. Additionally, the department recaived four
letters with comments. Many of the suggestions and questions related to the proposed changes to the
minimum quaifications, and those are being reported separately by the department under the publication
process for minimum qudlifications.

The following summarizes the comments and suggestions received:

Severa took exception to the satement in the narrative discussion on comparability of sdaries between
sate teachers and school digtricts that suggested that state teachers do not take work home as often as
school didtrict teachers. Inresponse, thiswas an observation reported by oneteacher the study team talked
to; and is, perhaps, an overstatement. Regardless of the fact one way or the other, the state's teacher
classes pay ranges are gppropriate to the prevailing labor market.

Severd atendeesfrom the Department of Correctionsremain dissatisfied with the promationa policy within
DOC on teachers not recelving any immediate saary increase upon promation to the higher lane. As
explained inthe narrative and reiterated during the meeting, the Department of Personnd isnot changing its
statewide promotiona policy as these decisons are delegated to the separate agencies as long as they
remain within the broad, Satewide policy. Since DOC's promotiona policy conforms to the Statewide
policy, this study can make no changesto an internal, DOC management decision. It was pointed out that
this DOC promotionad policy differs from other agencies and does not reflect the prevailing market
practices. In response, the fact that different departments have differing promotional policies reflects the
intent of the Department of Personnd when they established the policy in 1998.

Additiondly, the prevailing market's promotiona policiesare not gtrictly binding on the ate'spolicies. Per
the Department of Personnd's operating guidelines, prevailing trendsareuseful infor mation indgermining
compensation practices (e.g., hiring, upward, downward, latera movements, performance and incentive
awards) that are matters of employer (state personnd director) judgment and discretion.
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Questions arose on the rationale for keeping the academic and vocationd levels (lanes) at comparable pay
gradesgiven thedifferent credit hours and degrees between thetwo types. While some agreewith keeping
them the same and others argue to change them, as explained in this narrative on page seven, the
department found insufficient judtification to change the existing structure. No changes are madeto thelane
definitions other than the updated wording.

One comment focused on alack of information being passed down to employeesfrom their department and
supervisor. Asexplained during the meeting, notificationsfrom the Department of Personnd aresent to the
HR Administratorsin each agency with arequest to forward those to affected supervisors and employees.
Decentraized agencies are expected to be accountable for this, but, apparently thisis not aways being
done. The department also places these notices on their web ste as an additiond aid to communicating
possible sysem changes. Unfortunately, the department does not have an efficient method of
communicating directly with each employee affected and must rely on others to digtribute theinformation.

One question was on who usesthe Teacher Aide class; the explanation given wasthat the Colorado School
for the Deaf and Blind isthe primary user as well as some colleges.

Severa comments and questions surfaced on how the gate's pay for parformance syslem would be
implemented. One noted that the few school digtrictsthat offer apay for performance system are additive
totheir norma pay movements. The state's system will differ because thelegidaure mandated that the pay
for performance replace the anniversary increase system previoudy used and that it be cost neutral. Hence,
the department was unable to implement the pay for performance system asan "add-on". A few employees
argued that higher performance expectations not be used as part of the higher lanes that some teachers
achieve. Inresponse, the legidative mandate and the prevailing pay practices do not mesh neetly. Some
compromise is expected in order to meet the intent of the pay for performance system that gppliesto al
employees and the unique teacher pay grid compared to the rest of the State Personnd System. While not
ided, the department believesthat the two can befunctiond. 1t is suggested that until agencies gain actua

experience with the new performance pay system, it is premature to say thet thetwo areincompatible. Itis
noted that the pay for performance Executive Oversght Committee did recognize in its August 2000 plan
that revisons may be in order once a detailed evauation of the system operation isavalable. During the
mesting, department representatives urged employeesto work with their supervisorsand managersto make
the performance pay system work to their advantage. Additiondly, employees should share performance
successes with other facilities and departmentsto improve the compatibility of pay for performanceand the
unique teacher pay grid.

CRS 24-50-104(4)(a) aso requiresthat the department "meet and confer in good faith”" with management
and employee representatives of the state and the Total Compensation Advisory Council (TCAC) inthe
sdlection and utilization of direct surveys used to set pay and/or benefit levels. This is rdlevant as the
department intends to conduct a specid supplemental sdlary survey for the Early Childhood Educator
classesasexplained on page nine of thisreport. Thisstatutory requirement was addressed concurrently with
the meet and confer effortsin the previous paragraphsand TCAC was polled and responded directly to the
department via email. Those suggestions and comments will be discussed in the find report on any pay
grade adjustments for the Early Childhood Educator classes later this year.
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FISCAL IMPACT FOR IMPLEMENTATION YEAR

CRS 24-50-104(4)(c) and (6)(a) require that any study involving increased costs must beincluded in the
Annua Total Compensation Report for an effective date ontheensuing July 1. Thisstudy doesnot propose
to adjust any classes upward or downward. If changesto the Early Childhood Educator pay grades are
necessary upon completion of the supplementa direct survey, those changeswill be published as proposed

and additiona meet and confer sessonswill be scheduled. No changesin pay gradesare recommended for
this part of the study.

RECOMMENDATIONS

Occupational Group
No change for the Teacher Aide class or the Teacher series is recommended and these classes
remainin the Teacher occupationd group. The Early Childhood Educator seriesisrecommended to
be moved from the Health Care Services occupationd group to the Teacher occupationd group on
Jduly 1, 2002, and any pay grade changes will be implemented on that date also.

. Class Descriptions
See attached.

[1. Class Conversion and/or Placement

No individuad placements are being made in any of the classes. No class converson isinvolved.

12



STATE OF COLORADO

CLASS SERIES DESCRIPTION
September 1, 2001

TEACHERS

JIAT** TO JIA3**

Specialty Areas
A.  Academic (Il & IIT) G.  Vocationa (Teacher Il & I11)
B. Teacher | (Academic) H.  Teacher | (Vocational)
C. Teacher | (Academic) l. Teacher | (Vocational)
D. Teacher | (Academic) J. Teacher | (Vocational)
E. Teacher | (Academic) K.  Teacher | (Vocational)
F. Teacher | (Academic) L. Teacher | (Vocational)

DESCRIPTION OF OCCUPATIONAL WORK

This class series uses three levelsin the Teacher Occupationa Group and describes work in teaching and
adminigtration of educationa programs, both academic and voceational. By statutes C.R.S. 22-60-102 and
104, alicense or credentid is required in this class series.

Work in this occupation involves ingructing students in subject matter utilizing various teaching methods,
such as group ingtruction, demonstration, and audio-visua ads; preparing course outlines and lesson plans
for the classsroom and lab or shop; assgning lessons and correcting homework; maintaining order and
discipline; testing to evauate progress and recording results, and, counsdling students to assist them with
adjusments to ingructiona and socid settings, often so the client or inmate can return to the community.
Teachersmay aso keep related records, e.g., attendance, progressand achievement levels. Most teachers
work in security settings where they follow policies and proceduresto ensure the safety of themsalves and
others.

Note: Vocationa teaching programsdiffer from training or apprenticeshipsin atrade by theingtruction of a
program thet is approved by the community college system and includes a classroom component teaching



CLASS SERIESDESCRIPTION (Cont’d.)
TEACHER
September 1, 2001

basic theory to agroup of sudents. Thefocus ison teaching amarketable skill or trade upon completion of
the course of study as opposed to one-on-one, on-the-job training of an employee.

INDEX: Teacher | begins on page 2, Teacher |1 begins on page 3, and Teacher 111 begins on page 5.
TEACHER | JIAL**

CONCEPT OF CLASS

This class describes the fully operationd academic or vocationd teacher. In this class, postions use a
variety of teaching methods and behaviord management techniques to indruct students. Such methods
include group ingtruction on theory, concepts, and terminology, and demondrations of skills, techniquesand
methods, and use of lab or shop tools and equipment. Teachers may aso maintain student records of

grades and attendance, share observations and notes with treatment tam members, hold parent

conferences, and meet with schoolsin preparation for trangtion after discharge. Alsoincluded inthisclass
are positions performing work as an education diagnogtician. Diagnostic work includes administering and
scoring standardized academic and vocationa tests to assess the current functioning level and need for
gpecid education, collecting background information, and interpreting and communicating findingsin order
to establish educational goals. Such testing is focused on educationd needs and does not include
interpretation of psychologica teststhat would be done by apsychologist. Thisleve dsoincudespostions
receiving orientation to the agency setting within the initial probationary period.

Note: The actud pay grade of an individud teacher in this class varies based partidly on educationa
achievement. (Refer to the current compensation plan.)

FACTORS
Allocation must be based on meeting all of the four factors as described below.

Decision Making -- The decisonsregularly made are a the operationd level, asdescribed here. Within
limits set by the specific process, choices involve deciding what operation is required to carry out the
process. Thisincludes determining how the operation will be completed. For example, within content area
curriculaguidesand educationd program policiesand objectives, theteacher determineshow to implement
the educationa process for a given student by writing lesson plans, selecting indructiona materias and
methods, and selecting theindividua behaviord management techniquesto apply. By nature, data needed
to make decisons are numerous and variable so reasoning is needed to develop the practical course of

action within the established process. For example, the teacher must consider educetiond techniquesand
the students capabiilitiesin order to design an ingructiond plan to implement the educationa processon a
practical level. Choices are within a range of specified, acceptable standards, alternatives, and technica

practices. For example, within dlotted space and classroom funds, postions in this class choose and

requistion materias that will provide the best indruction of students.
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Complexity -- The nature of, and need for, analysis and judgment is patterned, as described here.

Positions study educationa information and student capabilitiesto determine what they mean and how they
fit together in order to get practica solutions in the form of lesson plans and gpproaches to individud

behaviord management and motivation. Guiddines in the form of educationa theory and techniques,

educationd program policy and procedures, agency rules and regulations, and lega requirements and
dandards exist for most situations.  Judgment is needed in locating and selecting the most gppropriate of
these guiddinesthat may change for varying circumstances asthe task isrepesated. For example, teechers
must select the most appropriate technique from behavior management guidelines and adapt instructiona

strategies and program curriculato the needs and skills of the sudent. This selection and interpretation of
guiddinesinvolves choosng from dternativeswhered| are correct but oneisbetter than another depending
on the given circumstances of the Situation. For example, the diagnostician choosesfrom a battery of tests
when assessing the individua student's educationd leve, which may vary from case to case given the
circumstances of the specific individud.

Purpose of Contact -- Regular work contactswith others outside the supervisory chain, regardless of the
method of communication, are for the purpose of darifying underlying rationde, intent, and motive by

educating others on unfamiliar concepts and theories or marketing aproduct or service. Thisgoesbeyond
what has been learned in training or repeating information thet is available in ancther format. The primary
purpose of this occupation is to educate students in the theories, concepts, and skills and practices of an
academic or vocationd subject. Teachersaso dlarify thefindings of educationd testsby interpreting results
for others who do not have an educationa background.

Line/Staff Authority -- Thedirect fid of influencethework of aposition has on the organization isasan
individua contributor. The individua contributor may explain work processes and train others. The
individua contributor may serve asaresource or guide by advising otherson how to use processeswithina
sysem or as a member of a collaborative problem-solving team. This levdl may include postions
performing supervisory dements that do not fully meet the criteriafor the next leve in thisfactor.

TEACHER I JIA2**

CONCEPT OF CLASS

This classdescribesthefirg-leve supervisor. Inadditionto teaching, positionssuperviseat least threefull-
time equivdent pogtions and are respongble for planning and monitoring an educational program
component or unit in an agency. Work includes implementing policy and procedure to comply with
guiddines, evauating the program component to assess areas for change and recommend curricula
guiddines, preparing the annua budget request for the program component or unit and monitoring alocated
funds, and evauating and monitoring the effectiveness of saff and organizing Saff training. The Teacher 11
differs from the Teacher | on Decison Making, Complexity and Line/Staff Authority.
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FACTORS
Allocation must be based on meeting all of the four factors as described below.

Decison Making -- The decisons regularly made are at the process level, as described here. Within
limits set by professond standards, the agency's available technology and resources, and program
objectives and regulaions established by a higher management level, choices involve determining the
process, including designing the set of operations. The genera pattern, program, or system exists but must
be mugt be individudized. For example, within an agency's generd educationd program, positionsin this
class determine the processes for the specific program component or unit. Thisindividualization requires
andysis of datathat iscomplicated. Anadysisis breaking the problem or case into parts, examining these
parts, and reaching conclusionsthat result in processes. This examination requiresthe goplication of known
and established theory, principles, conceptual models, professiona standards, and precedentsin order to
determinetheir relationship to the problem. For example, positionsin thisclass use assigned staff and funds
to operate the program component or unit and to recommend program changes. New processes or
objectives require gpprova of higher management or the agency with authority and accountability for the
program or system.

Complexity -- The nature of, and need for, andyss and judgment is formulative, as described here.
Pogitionseva uate the rdl evance and importance of educationd theories, concepts, and principlesin order to
tallor them to develop a different gpproach or tactical plan to fit specific drcumstances. While generd
policy, precedent, or non-specific practices exist; they are inadequate so they are relevant only through
goproximation or anadlogy. For example, postions in this class adapt policy, curricula guiddines, and
educational standards and drategies to fit the needs of the specific program component or unit. In
conjunction with theories, concepts, and principles, positions usejudgment and resourcefulnessin tailoring
the existing guidelines so they can be gpplied to particular circumstances and to deal with emergencies. For
example, positions use resourcefulness in using existing resources to keep the program component or unit
functioning and to comply with the agency's educationa program policies and objectives.

Purpose of Contact -- Regular work contacts with others outs de the supervisory chain, regardless of the
method of communication, are for the purpose of darifying underlying rationde, intent, and motive by

educating others on unfamiliar concepts and theories or marketing aproduct or service. Thisgoesbeyond
what has been learned in training or repeating information thet is available in another format. The primary
purpose of this occupation is to educate students in the theories, concepts, and skills and practices of an
academic or vocationd subject. In addition to teaching, positionsin this class clarify to other teachersthe
intent of processes and procedures for the specific program component or unit.

Line/Staff Authority -- Thedirect field of influence the work of aposition hason the organizationisasa
unit supervisor. The unit supervisor is accountable, including signature authority, for actions and decisons
that directly impact the pay, satus, and tenure of three or more full-timeequivaent postiors. At least one
of the subordinate positions must be in the same series or a a comparable conceptud level. The dements
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of formd supervison must include providing documentation to support recommended corrective and

disciplinary actions, sgning performance plansand appraisas, and resolving informa grievances. Postions

gart the hiring process, interview applicants, and recommend hire, promation, or transfer.
TEACHER 111 JIA3**

CONCEPT OF CLASS

This class describes the position functioning as the director of an educationa program or school for an
agency. Positionsinthisclass prepare and monitor the budget for an agency's program or schooal, including
adlotting instructiona funds to each academic and voceationd teacher; establish the organizationd structure
for the agency's program or school; and, plan and monitor the educational program. Programmatic
respongbilities include assessing program needs, developing program or school curricula, evauating the
program and making adjustments, and formul ating the standards and proceduresto comply with certification
requirements established by other state agencies. The Teacher 111 differsfrom the Teacher 11 on Decision
Making, Complexity and Purpose of Contact.

FACTORS
Allocation must be based on meeting all of the four factors as described below.

Decision Making -- Thedecisonsregularly made are at theinterpretive level, as described here. Within
limits of the strategic master plan and alocated human and fiscd resources, choices involve determining
tactica plansto achievethe objectives established by the higher management (srategic) level. Thisinvolves
establishing what processes will be done, developing the budget, and devel oping the staffing patterns and
work units in order to deploy staff. For example, positionsin this class establish the annua budget request
and approve expenditures for the program or school, develop the operating plan, and establish processes
for compliance with state certification requirements. By nature, thisisthefirst level where postionsare not
bound by processes and operationsin their own programs as aframework for decison making and there
are nove or unique Stuations that cause uncertainties that must be addressed at this level.  Through
deliberate analys's and experience with these unique Situations, the manager determines the systems,
guidelines, and programs for the future. For example, based on program evauation and assessment,
positionsin this class adjust program standards and curricula.

Complexity -- Thenatureof, and need for, andyssand judgment isStrategic, asdescribed here. Positions
develop guiddinesto implement a program that maintainsthe agency's misson. Guiddinesdo not exist for
mogt Stuations. For example, positionsin this classwrite policy and procedure, and develop educationa
guiddinesto implement the educationa program in an agency whaose primary misson is not education. In
directive stuations, positions use judgment and resourcefulness to interpret circumstancesin avariety of
Stuationsand establish guiddinesthat direct how adepartmenta/agency program will beimplemented. For
example, in establishing guiddinesto implement an agency'seducationd program, postionsinthiscassmust
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consder educationd theory and strategy dong with behaviord and treatment techniques for sudents with
mental, physicd, or crimina behavior consderations.

Purpose of Contact -- Regular work contactswith others outside the supervisory chain, regardiess of the
method of communication, are for the purpose of negotiating as an officid representative of one party in
order to obtain support or cooperation wherethereisno formal rule or law to fal back onin requiring such
action or change from the other party. Such negotiation hasfisca or programmaticimpact onanagency. In
reaching settlements or compromises, the position does not have a rule or regulation to enforce but is
accountablefor thefunction. For example, positionsin this class negotiate with the Colorado Department of
Education on compliance requirements for certification and with school digtricts on specia education
services as sudents trangtion. Such negotiations impact the educationa program in an agency, including
fiscal resources.

Line/Staff Authority -- Thedirect fid of influence the work of a position has on the organizationisasa
unit supervisor. The unit supervisor is accountable, including signature authority, for actions and decisons
that directly impact the pay, status, and tenure of three or more full-time equivaent positions. At least one
of the subordinate positions must be in the same series or a a comparable conceptud level. The eements
of forma supervison must include providing documentation to support recommended corrective and
disciplinary actions, Sgning performance plansand gppraisals, and resolving informal grievances. Positions
gart the hiring process, interview gpplicants, and recommend hire, promotion, or transfer.

DEFINITIONS

Academic: certified ingtruction of theoretical and socid/life subject matter.

Vocationd: certified ingruction of basic theory and the development of manipulative skills in a specific
trade.

*B-*Fand*H - *L: codesfor sdary purposes in the Teacher | class; *A and *G codes for sdary
purposesin the Teacher 1 and I11 classes. Refer to the compensation plan.

ENTRANCE REQUIREMENTS

Minimum entry requirements and generd knowledge, skills, and abilities for classes in this series are
contained in the class job profile

For purposes of the Americans with Disahilities Act, the essentid functions of specific pogtions are
identified in the position description questionnaires and job analyses.
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CLASS SERIESHISTORY

Effective 9/1/01 (DLF). Teacher consolidation study - revised dass descriptions and minimum
qudifications. Published as proposed 6/19/01.

Effective 9/1/93 (KKF). Job Evauation System Revision project. Converted Academic Teacher (B0261-
5) to Teacher | (JLJA1*B-F). Converted Academic Teacher (B0266) to Teacher |1 (JJA2*A). Converted
Academic Teacher (B0267, 9) to Teacher 111 (JJA3*A). Converted Vocational Teacher (B0271-5) to
Teacher | (JJA1*H-L). Converted Vocationa Teacher (B0276) to Teacher 1l (JJA2*G). Converted
Vocationa Teacher (B0277) to Teacher 111 (JJA3*G). Published as proposed 4/9/93.

Revised 7/1/90 (SH). Changed pay grades for Academic and Vocationd Teacher | and I1.

Created 7/1/78. Academic Teachers (B0261-B0267), Educational Supervisor (B0269), V ocationa
Teachers (B0271-B0277).

SUMMARY OF FACTOR RATINGS

ClassLevel Decision Making Complexity Purpose of Contact Line/Staff Authority
Teacher | Operational Patterned Clarify Indiv. Contributor
Teacher |1 Process Formulative Clarify Unit Supervisor
Teacher Il1 Interpretive Strategic Negotiate Unit Supervisor

ISSUING AUTHORITY : Colorado Department of Personnel/General Support Services
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TEACHER AIDE

JAIXX

DESCRIPTION OF OCCUPATIONAL WORK

This class series uses one leved in the Teacher Occupational Group and describes work in ingtructing
portions of a class and tutoring individua students to assist the classroom teacher with the education of
gudents. Work involves following a teacher's specific directionsin order to implement lesson plans and
coordinate ingructiond efforts; maintaining order and discipline in the classroom and on school grounds,
planning and preparing teaching aids, presenting the subject matter to students through group instruction,
discussion, role playing, or demondration; and monitoring behavior and assigting sudentswith assgnments
in order to present or reinforce subject matter concepts and meet ingtructiona or behaviora needs.
Postions in this class may aso perform support tasks, including taking attendance, using answer keysto
grade homework or exams and record grades, typing or entering data and reproducing instructional
materias, and maintaining the supply inventory and preparing requisitions for purchases. Pogtions may
work inasecurity facility or agpecia education setting with sudentswith disabilities. It istheassstanceto
the credentia ed classroom teacher with the instruction of sudentsthat separatesthisclass seriesfrom other
occupations working in an educationd setting.

CONCEPT OF CLASS

This class describes the teacher aide. As described above, poditions in this class assst a teacher by
implementing lesson plans as directed, indructing students, monitoring and responding to a student's
ingructiond and behaviord needs, and conferring with the teacher on specid needs of the student.
Pogtions in this class dso perform office support tasks, such as maintaining and mailing student records,
copying materids, maintaining the supply inventory and filling requests. Inthisclass, positionsmay monitor
the classroom when the teacher is away for brief periods of time. Included in this class are positions
receiving training and orientation where performance is expected to reach the fully operationd leve within
theinitia probationary period.
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FACTORS
Allocation must be based on meeting all of the four factors as described below.

Decision Making -- Thedecisonsregularly mede are a the defined leve, asdescribed here. Within limits
prescribed by the operation, choices involve sdecting dternatives that affect the manner and speed with
which tasks are carried out. For example, positions in this class carry out lesson plans and directions
prescribed by ateacher. These choicesdo not affect the sandards or results of the operation itsalf because
there istypicaly only one correct way to carry out the operation. These aternatives include independent
choice of such things as priority and persond preference for organizing and processing the work, proper
tools or equipment, speed, and appropriate steps in the operation to apply. For example, teacher aides
prioritize assgnments and the appropriate steps to maintain discipline as prescribed. By nature, the data
needed to make deci sions can be numerous but are clear and understandable so logicis needed to apply the
prescribed dternative. Positions can betaught what to do to carry out assgnmentsand any deviationinthe
manner in which the work is performed does not change the end result of the operation. For example, any
deviation from prescribed |esson plans and ingtructions requires conferring with the teacher first or following
pre-established aternatives.

Complexity -- The nature of, and need for, andyss and judgment is prescribed, as described here.
Positions gpply established, standard guiddines that cover work situations and dternatives. For example,
positions in this class apply specific rules, directions, and lesson plans in indructing students or apply
established purchasing procedures when requesting or purchasing supplies. Action taken is based on
learned, specific guidelinesthat permit little deviation or change asthetask isrepesated. Any dternativesto
choose from are clearly right or wrong at each step. For example, an error results if automated system
ingtructions and procedures are not followed when entering data.

Purpose of Contact -- Regular work contacts with others outs de the supervisory chain, regardless of the
method of communication, are for the purpose of advising, counsgling, or guiding the direction taken to
resolve complaints or problemsand influence or correct actionsand behaviors. For example, iningructing
gudents, pogitions in this class guide student behavior to maintain discipline, and coach and respond to
ingtructional needs.

Line/Staff Authority -- Thedirect fidd of influence thework of aposition hasontheorganizationisasan
individud contributor. The individua contributor may explain work processes and train others. The
individua contributor may serve asaresource or guide by advising otherson how to use processeswithina
system or as amember of a collaborative problem-solving team.

ENTRANCE REQUIREMENTS

Minimum entry requirements and generd knowledge, skills, and abilitiesfor classesin this seriesare
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contained in the classjob profile. For purposes of the Americans with Disabilities Act, the essentid
functions of specific pogitions are identified in the position description questionnaires and job analyses.
CLASS SERIESHISTORY

Effective 9/1/01 (DLF). Teacher Consolidation Study - revised classdescription. Published as proposed
6/19/01.

Created 9/1/93 (KKF). Job Evauation System Revision project. Published as proposed 4/9/93.

SUMMARY OF FACTOR RATINGS

ClassLevel Decision Making Complexity Purpose of Contact Line/Staff Authority

Teacher Aide Defined Prescribed Advise Indiv. Contributor

ISSUING AUTHORITY: Colorado Department of Personnel/General Support Services



